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This study aims to analyze the management of teacher career development at 
MAN 2 Model Medan. The research focuses on planning, organizing, 
implementing, and evaluating teacher career development at MAN 2 Model 
Medan. This study uses a qualitative approach with a descriptive-analytical 
study method. Obtaining data using observation techniques, interviews, and 
document studies. Furthermore, the data were analyzed using data reduction 
techniques, data presentation, and drawing conclusions or data verification. 
The results of this study indicate that the management of teacher career 
development at the MAN 2 Medan Model is carried out effectively. It can be 
viewed from the aspects; (1) planning for teacher career development in the 
form of motivation and application of a conducive organizational culture 
(climate); (2) organizing human resources (HR) for teachers in madrasah 
through leadership support, technical meetings, coordination between 
madrasah leaders and vice-principals involving supervisors to improve teacher 
qualifications; (3) the implementation of teacher career development is carried 
out based on promotion, transfer, and promotion; (4) evaluation of teacher 
career development is carried out based on online-based supervision and 
teacher performance assessment. This research hopes that it can be used as a 
reference for further research on the management of teacher career 
development in Islamic educational institutions. This research also has 
implications for teachers in Islamic educational institutions to accelerate 
careers as educators in madrasah. 
Abstract 
Penelitian ini bertujuan untuk menganalisa manajemen pengembangan karir 
guru di MAN 2 Model Medan. Fokus pembahasan penelitian meliputi aspek 
perencanaan, pengorganisasian, pelaksanaan dan evaluasi pengembangan karir 
guru di MAN 2 Model Medan. Penelitian ini menggunakan pendekatan 
kualitatif dengan metode studi deskriptif analitik. Pemerolehan data 
menggunakan teknik observasi, wawancara dan studi dokumen. Selanjutnya, 
data dianalisa menggunakan teknik reduksi data, penyajian data dan penarikan 
simpulan atau verifikasi data. Hasil penelitian ini menunjukkan bahwa 
manajemen pengembangan karir guru di MAN 2 Model Medan terlaksana 
dengan efektif, hal ini dapat ditinjau dari aspek; (1) perencanaan 
pengembangan karir guru dalam bentuk motivasi dan penerapan budaya 
(iklim) organisasi yang kondusif; (2) pengorganisasian sumber daya manusia 
(SDM) guru di madrasah melalui dukungan pimpinan, rapat teknis, koordinasi 
                                                             
1 State Islamic University of North Sumatra, Medan, Indonesia 
E-mail: syafaruddin@uinsu.ac.id  
2State Islamic University of North Sumatra, Medan, Indonesia 
E-mail: mesiono@uinsu.ac.id  
3 State Islamic University of North Sumatra, Medan, Indonesia 
E-mail: indrasyahsitompul2806@gmail.com  
Al- Ishlah: Jurnal Pendidikan, August 2021, 13 (2), Pages 1312-1324 
Teacher Career Development Management at Madrasah Aliyah Negeri 
 
 
Page 1313 of 1324 
antara pimpinan madrasah dengan wakil kepala madrasah melibatkan 
pengawas dalam upaya meningkatkan kualifikasi guru; (3) pelaksanaan 
pengembangan karir guru dilakukan berdasarkan kenaikan pangkat, mutasi, 
dan promosi; (4) evaluasi pengembangan karir guru dilakukan berdasarkan 
supervisi dan penilaian kinerja guru berbasis online. Melalui penelitian ini, 
diharapkan dapat menjadi bahan banding penelitian selanjutnya tentang 
manajemen pengembangan karir guru pada lembaga pendidikan Islam. 
Bahkan, penelitian ini juga berimplikasi bagi para guru di satuan lembaga 




Quality is an "absolute price" that an educational institution unit cannot negotiate. Because 
quality is the "image of the institution," which is an attraction for the community, quality can 
generally be in the form of institutional services and "a reflection of graduates." For this reason, 
proper and integrated management is needed to create a superior institution of interest to the 
learning community (Dryden & Vos, 2001: 408; Syafaruddin et al., 2020; Ramli, 2015). Concerning 
the quality of educational institutions, the professionalism of teachers is one of the main factors that 
must be prepared through objective recruitment according to the needs of students and institutional 
customers (Seprianti, 2012: 66; Ramli, 2017). It is based on the multi-role of the teacher in helping 
students reach a level of mental and mental maturity to face life's challenges (Sanjaya, 2009: 160; 
Assingkily & Mesiono, 2019).  
In reality, teachers are seen as figures who can educate, teach, and deserve to be trusted or 
trusted in helping the growth and development of children (students). The term teacher is widely 
interpreted by the community, starting from the meaning of the teacher as a teaching professional 
(educator) informal institutions (Ministry of National Education, 2000: 469), educators in houses 
of worship or private homes (Asmani, 2013: 20), all of which lead to efforts to help children 
(students) reach the level of maturity as individual and social beings (Syafaruddin et al., 2006: 53-
54). On this basis, the laws and regulations in Indonesia stipulate that teachers or educators must be 
professional and competent (Jawani, 2012: 36; Rosyada, 2017: 206). In this regard, it is clear that 
career development for teachers is necessary to answer and respond to the global community's needs 
to competent educators in every educational institution. Furthermore, Yanti et al. (2015: 1) 
concluded a significant relationship between career perceptions and teacher performance in the 
research. Because, through the context of career development, teachers will feel "uncomfortable" 
with their current potential but seek to improve their qualifications in teacher education. 
A teacher's professional capacity is assessed through performance (Arman et al., 2016). This is 
certainly assessed by the madrasah/school leader, as a leader in the institution where the teacher 
teaches/serves (Okoroji et al., 2014: 181). According to Tan (2018: 21), the teacher is one of the 
principal's scopes of work objects because teacher career development needs support and effective 
management driven by the principal. The demands of career development for teachers cannot be 
avoided because teachers must always strive to adopt new developments, both in the field of 
information technology and community demands. In addition to these factors, curriculum changes 
from time to time are a challenge in teacher career development (Jawani, 2012: 120). Furthermore, 
integral considerations in career development include systematic, relevant, flexible, and innovative, 
physical and psychological conditions, and organizational management (Wardan, 2019: 94). 
Teaching as a teacher's primary task demands professional preparation and development and 
promises a future career (Orgovanyi & Gajdos, 2016: 9). According to Semito (1992: 118), the form 
of career development can be done through 1) education and training, 2) promotion, and 3) transfer. 
Indeed, studies on the management of teacher career development have been studied by 
previous researchers from various aspects. Among other things, covering aspects of principal 
madrasah support and regular training programs (As'ad, 2017: 36), educator career as madrasah 
supervisor (Rachmawati, 2019: 84), Islamic education HR career development management (Azhari 
Al- Ishlah: Jurnal Pendidikan, August 2021, 13 (2), Pages 1312-1324 
Syafaruddin, Mesiono, Indrasyah Sitompul 
 
 
Page 1314 of 1324 
 
& Wicaksono, 2017: 96) and at the boarding school (Sarinah, 2016: 1). The gap analysis of this 
research with the previous one is the research background in MAN 2 Model with good teacher 
academic qualifications, the quality of graduates from institutions that excel in the national and 
international arena. In fact, according to an interview with Irwansyah (Head of MAN 2 Model 
Medan), that the enthusiasm for further studies of educators at MAN 2 Model Medan is very high 
(one of which is proven by a total of 37 teachers having master's degrees, following 30 teachers who 
are studying master's programs, even 2 teachers have graduated from Master's Degree Program). 
doctorate degree). 
There is a vacancy in teacher career development management study from research 
background and teacher qualifications in a madrasa (especially MAN 2 Medan Model). For this 
reason, it is needed to analyze the management of teacher career development at MAN 2 Model 
Medan. Through this research, it is hoped that a complete concept will be obtained regarding efforts 
to improve the career of madrasa teachers through effective management and encourage adequate 
educational qualifications and soft skills of teachers in madrasas. 
METHODS 
This study uses a qualitative approach with a descriptive-analytical method (Sugiyono, 2010). 
The focus of the discussion is the management of teacher career development at MAN 2 Model 
Medan. The informants of this study included the Head of Madrasah (IW), Deputy Head of Madrasah 
(MS), and Teachers (MY, NS, IMT, PH) MAN 2 Model Medan. Data were collected using participant 
observation techniques, interviews, and document analysis. Furthermore, data analysis uses data 
reduction techniques, descriptive data presentation, and concluding. The validity of the research 
data was tested through triangulation techniques (methods and sources). Triangulation is meant as 
a form of data collection, which is then compared between one data with other data (interviewing 
one informant, with other informants) (Creswell, 2009). In this context, 2 (two) aspects of 
triangulation are compared, namely methods and data sources. 
FINDINGS AND DISCUSSION 
Teacher Career Development Planning at MAN 2 Model Medan 
The initial process in carrying out the management function in teacher career development is 
the planning stage (Nadlir, 2013; Nurlaila, 2018). According to Prabowo (2010), this stage is the 
"starting footing or foundation" in directing and controlling the next stage in the management 
process cycle. Based on the description of the interview that the researcher conducted with the Head 
of MAN 2 Model Medan, that the career planning he did for the teachers was as follows:  
“I think the teacher's motivation for a career at MAN 2 is very good. We know that 
many teachers at MAN 2 later turned into officials at the Regional Office, at the 
Regency Ministry of Religion. Some became lecturers, some became supervisors. So, 
it is really very thick here with teacher career development.” (Results of interview 
with Irwansyah, MA, 22 October 2021, 12:46 A.M). 
In line with the interview excerpt above, MS (Deputy Head of Madrasah for Curriculum Sector 
MAN 2 Model Medan), said: 
"...yes sir, when asked about my career, I was actually formed because of the 
environment at MAN 2 Model Medan, sir, to be competitive and different from other 
teachers, so I initially tried to equip myself with knowledge regarding the field of study 
of science. society. Thank God, sir, the results are good sir, I can guide students to get 
the overall champion of the USU Olympics at the North Sumatra Province level. 
Although since Covid-19, student achievement has decreased somewhat due to the 
online learning system, sir. Likewise, we as teachers always try to provide conducive 
and close learning to students, so that students are happy, free, and focused on learning, 
sir.” (Results of an interview with the Deputy Head of Madrasah for Curriculum Sector 
MAN 2 Model Medan, October 8 2020). 
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The interview excerpt above informs that a conducive learning climate is a "meeting point" 
between teachers and students. This conducive learning climate will be realized through an effective 
organizational culture and career development management in the madrasah. According to Rifa'i & 
Assingkily (2021), realizing a conducive learning climate requires the role of leaders through internal 
policies in educational institutions. Furthermore, NS (teacher of MAN 2 Model Medan) said: 
“What I do is carry out my duties with discipline, have a high commitment to the task. 
Complete administrative duties as a teacher. Next is trying to become a professional 
teacher in the field of study. Then I want, strive and pray for my students to become 
successful people beyond my success.” (Results of an interview with the Medan Model 
MAN 2 Teacher, Jurisprudence Subject, October 6, 2020). 
Through the interview excerpt above, it can be seen that teachers at MAN 2 Model Medan 
prioritize their primary tasks as educators to teach, prepare teaching materials.  There are efforts to 
help students develop and pray for students to become successful people in the future. Fauzi (2017) 
termed this kind of effort as a teacher's strategy to provide students career guidance. In the context 
of other teacher career development, MY (teacher of MAN 2 Model Medan) said: 
“The effort I made in planning my career as a teacher was attending MGMP (Subject 
Teacher Consultation) discussions and making scientific papers carrying out research 
or CAR (Classroom Action Research).” (Results of an interview with the Medan Model 
MAN 2 Teacher, Subjects of the Qur'an Hadith, October 8, 2020). 
The interview excerpt above confirms that doing scientific work is one of the indicators in 
developing a teacher's career. This is based on the function of research as a bridge between education 
and service (Wiganda, 2014; Assingkily & Rohman, 2019; Assingkily, 2021). Furthermore, the career 
development pursued by IMT (teacher of MAN 2 Model Medan, Hadith Science Subject) is conveyed 
in the following interview excerpt: 
“When I became a teacher, sir, from the beginning, I had planned to have an academic 
education, at least S3, sir. So, Alhamdulillah, it was realized with a strong intention 
since I went to college. Then one more thing, I have to master the learning method. One 
thing I have to understand is sir, what I plan to do is to become a teacher, lest the 
students don't understand or don't understand the subjects I teach if there are things it 
will be uncomfortable "In my heart, sir." (Results of an interview with the Medan Model 
MAN 2 Teacher, Hadith Science Subject, November 19, 2020). 
The interview excerpt above shows that one of the essential aspects of planning a teacher's 
career is taking further studies (education) and increasing one's professionalism as an educator. On 
this basis, madrasa leaders should support teacher career orientation through the establishment of 
internal institutional policies, as well as fostering relationships with various agencies for teacher 
career development (Wardani et al., 2021; Zulaikhah, 2014; Ramdani et al., 2019). Furthermore, the 
planning for teacher career development at MAN 2 Model Medan is shown in Figure 1. 
Al- Ishlah: Jurnal Pendidikan, August 2021, 13 (2), Pages 1312-1324 
Syafaruddin, Mesiono, Indrasyah Sitompul 
 
 
Page 1316 of 1324 
 
 
Figure 1. Teacher Career Development Planning MAN 2 Medan Model 
 
Based on the description and picture above, it is understood that the planning of teacher career 
development at MAN 2 Model Medan includes 8 ways, namely motivation and career development 
culture in the madrasah environment, efforts to become professional teachers/educators, 
achievement motivation, discipline, commitment to the task and the mandate given by the teacher. 
The teacher is given, carry out additional tasks, conduct research (CAR), and pursue further 
education (advanced studies). 
Organizing Teacher Career Development at MAN 2 Model Medan 
In simple terms, organizing is a step in determining various kinds of activities based on the 
authority and main tasks, or commonly known as "who does what" (Saefrudin, 2017; Rachman, 2015; 
Rahmawati, 2018). In the context of this research, the organization in question is how the teacher 
career development process at MAN 2 Model Medan, the steps taken, and who is authorized to 
handle it. In this regard, the following is an excerpt from an interview with the Head of MAN 2 Model 
Medan who said: 
"First, we have a meeting first. At the beginning of each semester, we hold a meeting of 
all teachers to discuss what will be done, including who wants to be promoted and so 
on. We also invite supervisors to give directions regarding the technical 
implementation.” (Interview with Irwansyah, MA, 22 October 2020). 
Supporting the above interview, MS (Deputy Head of Madrasah MAN 2 Model Medan) said: 
"The leadership's efforts, if the teacher's career planning is actually a lot of starting 
from learning books, then olympiad books, that's what we ask for sometimes schools 
respond, especially from the committee that manages student finances. Well that's what 
helps too. Then I also had it because my administration was very difficult, it was the 
principal who previously gave me a laptop to develop our careers so that we could pass 
it on to our members. Alhamdulillah, yesterday our members majoring in geography 
for the national level have got gold. If that is the process, we start with ourselves in our 
career development.” (Results of an interview with the Deputy Head of Madrasah MAN 
2 Model Medan, October 8, 2020) 
Based on the interview excerpt above, it is understood that the madrasah principal plays a very 
important role in assisting and facilitating the career development needs of teachers as potential 
human resources (HR) in MAN 2 Model Medan. In the view of Mrs. NS (teacher of MAN 2 Model 
Al- Ishlah: Jurnal Pendidikan, August 2021, 13 (2), Pages 1312-1324 
Teacher Career Development Management at Madrasah Aliyah Negeri 
 
 
Page 1317 of 1324 
Medan), that the organization of resources in teacher career development in the MAN 2 Model is 
carried out as follows: 
“Efforts made by the leadership are holding official meetings at the beginning of each 
semester and presenting madrasa supervisors and madrasa committees in several 
official meetings. In addition, we participate in every training opportunity at the 
madrasah, district/city, provincial and national levels, then try to apply the training 
results in carrying out the duties of teachers. Trying to socialize the results of the 
training obtained and develop the results of the good training for MGMP teachers.” 
(Results of an interview with the teacher at MAN 2 Model Medan, October 6, 2020). 
The interview above indicates that apart from the central role and support from the principal 
in assisting teacher career development, regular meetings are also held at the beginning of each 
semester to discuss teacher career development specifically. Another thing that is also being sought 
is to invite madrasa supervisors to guide teachers in developing careers. In this case, the committee 
is also involved in the meeting—teachers who wish to develop a career seeking to undertake training 
and research at every opportunity. Then the results of the training and research were carried out and 
socialized to the Subject Teacher Conference (MGMP). 
Meanwhile, according to Mr. MY ((teacher of MAN 2 Model Medan) that the organization of 
teacher career development resources is as follows: 
“Madrasahs encourage teachers to actively fulfill work targets in making CAR that can 
be used for promotion. School leaders or principals and curriculum when encourage all 
teachers to be active in attending MGMP discussions in each lesson.” (Results of an 
interview with the MAN 2 Model Medan Teacher, October 8, 2020). 
Based on the results of the interviews above, it can be stated that the organization of teacher 
career development resources at MAN 2 Model Medan is carried out by the head of the madrasa and 
coordinates with the deputy head of the madrasa in motivating teachers to actively carry out 
Classroom Action Research (CAR) and also actively participates in various discussions and 
discussions. Training supports teacher career development. This support is critical because it can 
create a compelling and advanced organizational climate. This support is not only in verbal 
motivation but also provides facilities and facilitates all matters related to the smooth process 
towards career development, both promotions and transfers to specific positions. 
More details regarding the organization of resources in teacher career development at MAN 2 
Model Medan can be seen in the following picture: 
 
Figure 2. Organizing Teacher Career Development at MAN 2 Model Medan 
The organization of human resources in the context of teacher career development at MAN 2 
Medan Model includes 5 ways, namely leadership support for teacher career development, 
coordination between the head of the madrasa and deputy head of the madrasa, early semester 
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meetings to discuss career development teachers, involving elements of madrasah supervisors, and 
increasing teacher qualifications (continuing studies) in career development efforts. 
Implementation of Teacher Career Development at MAN 2 Model Medan 
Implementation is the execution of planning and organizing that has been done (Rahayu & 
Firmansyah, 2018). Based on the results of interviews with the head of MAN 2 Model Medan that 
the implementation of the teacher career development program is carried out as follows: 
"Usually, our teachers get promoted. They propose first and have completed all the 
required documents such as PTK, for example. There is also our teacher who has moved 
to become a supervisor. The same must also meet the requirements and propose his 
move. Right now, we have a teacher who is in the process of moving to become a lecturer 
at UIN SU.” (Results of an interview with IW, October 22, 2020)” 
Based on the interview information above, it can be assumed that the implementation of the 
teacher career development program at MAN 2 Model Medan is carried out based on the proposal 
of each teacher. Thus, the teacher's internal motivation is very dominant. Aljuhri (2012) explained 
that the strong internal motivation of the teacher in educating, improving the quality of performance 
and achievement motivation of teachers. When the teacher has proposed, their proposal is 
responded to quickly by the leadership. 
According to Mr. MS (Deputy Head of Madrasah), that the implementation of the teacher 
career development program at MAN 2 Model is as follows: 
“What is actually being done in this promotion is that I am currently in IV-A. It's just 
not yet. When I started from III-A, I tried to find useful certificates to increase or 
increase my credit score. Until in the past in Kisaran I participated in the selection of 
district instructors. Thank God we succeeded and the only one from the Ministry of 
Religion who joined the Education Office. So, I educate teachers throughout Asahan 
Regency for the field of social studies. So actually to increase the rank at the beginning 
to go up that class already. Then from III-C to III-D we were asked to write papers. I 
made a class action assessment (CAR). Well, I am a representative from North Sumatra 
for the field of geography in Cisarua Bogor. The result is that here we can not maximize. 
At Cisarua Bogor we have entered the top six, they are superior, I say, we are trying to 
do better. If we are here, the teacher mutation is actually him, we don't actually exist. 
There are teachers who really want to be transferred to become lecturers. We are 
actually directing, from this school directing. But the benchmark is the Regional Office, 
where they direct them. They are made structural first, then they serve there for a few 
years and then they can mutate. But they already communicated to the Regional Office. 
But this I heard just again can directly. This is our teacher, Mr. Pandapotan, who is 
being proposed to be a lecturer at UIN." (Results of an interview with the Deputy Head 
of Madrasah MAN 2 Model Medan, October 8, 2020).  
Based on the interview information above, it can be understood that the implementation of the 
teacher career development program at MAN 2 Model Medan is carried out by two strategies. First, 
teachers who want to develop their careers try to collect many certificates of activities that support 
their professionalism as teachers by participating in various training activities or seminars and 
discussions. This certificate will then be collected and attached to support the credit score when 
proposing a promotion. The second is that the teachers try to conduct Classroom Action Research 
(CAR) at least every semester of a class action research. The results of this study will then be attached 
as material for consideration in the promotion. 
In particular, the researcher saw firsthand that the MAN 2 Model teachers were involved in 
educational organization activities both in Medan and within the scope of North Sumatra. The 
organization in question is the Indonesian Teachers Association (IGI). This Certificate (SK) is then 
valuable for proposing promotions. This organization will then give birth to many activities that can 
develop teachers' knowledge, insight, and skills. Among the simple outputs of the activity are 
collected certificates that will be useful if the teacher wants to develop a career. 
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According to Mrs. NS (teacher of MAN 2 Model Medan) that the implementation of the teacher 
career development program is carried out as follows: 
“What is done in promotion is proposing a promotion and must meet the requirements 
for promotion. Madrasas are never made difficult as long as there are opportunities 
and do not violate the rules. Including me is a mutation from MTsN 2 Medan in 2017.” 
(Results of an interview with the MAN 2 Model Medan Teacher, October 6, 2020). 
Based on the results of the interviews above, it can be understood that the implementation of 
the teacher career development program at MAN 2 Model Medan is first to ensure that the teacher 
is worthy and meets the requirements for promotion. Therefore, teachers must complete the 
applicable terms and conditions. After that, the teacher proposed a promotion. In this case, madrasa 
leaders never make it difficult for teachers who want to develop their careers. Regarding the transfer 
of teachers at the madrasah, the informant admitted that MAN 2 Model Medan was very open and 
did not make diving difficult according to the provisions. The informant himself is a transfer from 
MTsN 2 Medan, which has been successfully transferred since 2017. 
According to information from Mr. MY (teacher of MAN 2 Model Medan) that the 
implementation of the teacher career improvement program at MAN 2 Model Medan is as follows: 
"Please propose to be promoted from the principal by completing the promotion files 
such as a photocopy of diploma, photocopy of the last PAK, photocopy of the last SK, 
photocopy of SKP for the last 2 years, photocopy of Work Achievement assessments for 
the last 2 years, photocopy of credit scores from PKG results photocopy of carpet, 
photocopy of New Cooperative Decree, photocopy of NUPTK card, photocopy of 
semester program, photocopy of selected RPP, photocopy of physical evidence of SK for 
division of tasks, photocopy of SK for other assignments, photocopy of seminar 
certificate, PTK props, PTK as much as 4 pieces and journals, Peg Card, etc. Some MAN 
2 teachers have transferred to be principals, some have been transferred to supervisors, 
some have been transferred to employees at the Regional Office of the Ministry of 
Religion and then moved to lecturers.” (Results of an interview with the MAN 2 Model 
Medan Teacher, October 8, 2020). 
Based on the information above, it can be assumed that implementing the teacher career 
development program at MAN 2 Model Medan is by proposing or making an application for 
promotion and completing the required files. Regarding teacher transfer, the informant explained 
that many of the teachers at MAN 2 Model Medan were transferred to at least three new positions, 
namely being the head of the madrasa, being a supervisor, and being a lecturer. In this context, Hilmi 
(2014) added the importance of determining the standardization of mutations in educational 
institution units by the relevant agencies or agencies such as the Regency/City Ministry of Religion 
or the Regency/City Education and Culture Office. 
The results of the researcher's observations show that many files must be collected in proposing 
a promotion or teacher transfer. Of course, some of these requirements have been collected long ago. 
One of the most important elements that make up the completeness of these files is the aspect of 
scientific work, in this case, namely Classroom Action Research (CAR) and various supporting 
certificates at seminars and workshops. 
According to Mr. PH (teacher of MAN 2 Model Medan) that the implementation of the teacher 
career development program at MAN 2 Model Medan is as follows: 
"To improve teacher careers, we carry out PKB (Continuous Professional Development) 
activities, create creative works, and conduct Classroom Action Research (CAR). Not 
many teachers know about teacher transfers. Because the mutation involves the head 
of MAN 2 Model Medan." (Results of an interview with the MAN 2 Model Medan 
Teacher, November 17, 2020). 
The interview results above show that the implementation of teacher career development at 
MAN 2 Model Medan is carried out in a first way through Continuous Professional Development 
(PKB). So, every teacher who wants to develop a career must develop his competence as a teacher 
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through various discussion and training activities. Second, in order to increase the rank of teachers, 
it is necessary to arrange Classroom Action Research (CAR). Conduct research on problems that 
occur in the classroom, then makes actions to fix the problems that occur. In addition, according to 
the opinion of the informant that apart from Continuing Professional Development and Classroom 
Action Research, teachers who want to develop their careers also need to create innovations in the 
form of creative works that are useful for learning media, 
 
Figure 3. Implementation of Teacher Career Development at MAN 2 Model 
Medan 
 
Based on the description and picture above, it can be understood that the implementation of 
teacher career development is divided into 3 (three) aspects, namely promotion, promotion, and 
transfer. First, promotions include certificates, continuous professional development (PKB), PTK, 
and rank proposals. Second, promotion includes diligence and loyalty (dedication). Third, transfers 
include further education and submitting mutation proposals to agencies (Kanwil Kemenag North 
Sumatra or Lecturer at UIN North Sumatra Medan). 
Evaluation of Teacher Career Development at MAN 2 Model Medan 
Evaluation is an assessment or measurement of the performance that has been implemented 
(Dewi & Rusdinal, 2020). In the context of management, evaluation is the final part of management 
activities (Fathoni, 2016). Evaluation is useful for assessing the level of achievement of planning, 
organizing, and implementing a work program. 
According to the Head of MAN 2 Model Medan, the evaluation of teacher career development 
at MAN 2 Model 2 Medan was carried out as follows: 
“Our supervision is carried out with supervision. So I sometimes go into class and see 
how the teacher plans and implements and assesses student learning. Then there will 
be values. We will give awards to teachers who are good at carrying out their duties to 
motivate other teachers so that they can follow the example.” (Results of an interview 
with IW, October 22, 2020). 
The interview above indicates that the evaluation of teacher career development programs is 
carried out directly by the head of the madrasa by going directly into the classroom to see how the 
learning process is carried out. Evaluation in this context then develops into the values given to the 
teacher performance appraisal format (Tambunan, 2017). This assessment sheet will then become 
an essential document for teachers who want to propose promotions. 
According to Mr. MS (Deputy Head of Madrasah) that the evaluation of teacher career 
development at MAN 2 Model 2 Medan is carried out as follows: 
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"If we are here, the management, that's our weakness, right. If we build a career, the 
management is not structured. So we think how we develop it. Most of us are weak in 
the management section. And I myself admit that the lowest psychological test about 
management is about management. Because I am the real system, just direct it. I do not 
want to note this all sorts. Because there are people whose management is good but 
their work is not good. He's neatly arranged, well, like this, like that, but in reality he 
doesn't have any work. But his report was the best. Well, I don't want to be like that. I 
want it, real first, real first. But what is the evidence for that? This needs proof. O… if 
the principal's motivation is strong. The real problem is that some teachers, especially 
teachers who are here, exceed the mandatory hours. Now that's a rather narrow time 
for them to follow the development of their careers." 
Based on the information above, it can be assumed that the evaluation of teacher career 
development at MAN 2 Model Medan has not been carried out optimally. The informant directly 
acknowledged that the weakness of career development in the MAN 2 Model is related to evaluation. 
In addition, the obstacles faced by teachers who want to develop a career are the workload which is 
quite dense, so that they can barely carry out other tasks and often neglect to develop their careers. 
The next obstacle is the administrative burden of teachers who are too busy so that it takes up much 
time and the teachers are only busy taking care of the administration. However, the motivation and 
opportunities provided by the leadership are very good and always encourage teachers to develop 
their profession. 
Furthermore, the evaluation of teacher career development in the MAN 2 Model can be seen in 
Figure 4. 
 
Figure 4. Evaluation of Teacher Career Development at MAN 2 Model Medan 
The evaluation of teacher career development at MAN 2 Model Medan includes 2 (two) 
aspects, namely supervision (by the head of the madrasah, deputy head of madrasa, and supervisor 
of the Ministry of Religion of Medan City) and online-based performance assessment. According to 
Sholihah (2018), supervision is closely related to evaluation in the educational process, including 
teacher career development efforts. Furthermore, Batubara (2016) explains that in addition to 
supervision, online media can be used as an evaluation tool, namely assessing online-based 
performance. Thus, the evaluation of teacher career development at MAN 2 Model Medan is 
innovative and carried out effectively. 
CONCLUSION 
The management of teacher career development at MAN 2 Model Medan is carried out 
effectively. This can be viewed from the aspects; (1) planning for teacher career development in the 
form of motivation and application of a conducive organizational culture (climate); (2) organizing 
human resources (HR) for teachers in madrasahs through leadership support, technical meetings, 
coordination between madrasa leaders and vice-principals involving supervisors to improve teacher 
qualifications; (3) the implementation of teacher career development is carried out based on 
promotion, transfer, and promotion; (4) evaluation of teacher career development is carried out 
based on online-based supervision and teacher performance assessment. This research hopes that it 
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can be used as a reference for further research on the management of teacher career development in 
Islamic educational institutions. This research also has implications for teachers in Islamic 
educational institutions. This is intended to accelerate career and career development management 
as educators in madrasas. 
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